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Abstract 
The majority of the theoretical development and research on job performance has concentrated on the effects of perceived 
organizational support. Therefore, the present study differs from emerging body of research by investigating the relationships 
among perceived organizational impediments, role stress (role conflict and role ambiguity) and job performance. Analysis of the 
survey data drawn from 195 managers revealed that both perceived organizational impediments and role stres have significant and 
negative associations with job performance. Conclusion and suggestions, study limitations, and future directions for research are 
explicitly provided.  
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1. Introduction 
Organizational climate can be described as collective attitudes, behaviors and feelings that continually produced 
and reproduced by the interactions of people and thus characterize life in the organization (Isaksen, Lauer, Ekvall & 
Britz, Poole & McPhee, 1983; Schneider et al., 1980). In the organization literature, many empirical studies have 
directly linked supportive organizational climate characteristics with desirable organizational outcomes such as 
creativity and innovation (e.g., Abbey and Dickson, 1983; Amabile et al. 1996), job satisfaction and performance (e.g., 
Pritchard & Karasick, 1973; Downey, Hellriegel and Slocum, 1975), organizational commitment (e.g., Eisenberger, 
Fasolo and LaMastro, 1990). Thus, when supervisors create an organizational climate that is perceived as supportive 
by their subordinates, this will result in better job performance, higher levels of commitment, motivation, satisfaction, 
creativity and innovation. Meanwhile, there is considerably less information on the consequences of organizational 
climate that is perceived as negative by their employees. 
 
On the other hand, role stress theory suggests that role conflict and role ambiguity lead to psychological strain 
(Jackson & Schuler,1985; Rizzo et al., 1970) which results in lower level of job satisfaction, performance (Fisher, 
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2001;  Rizzo et al.,1970; Singh, Verbeke, and Rhoads, 1996), commitment (Agarwal, 1993) and increased turnover 
(Porter & Steers, 1973). Employees who experience role ambiguity tend to perform at lower levels than employees 
who have a clear understanding of job requirements and what is expected of them ( Ussahawanitchakit, 2008, p.14). 
Likewise when the behaviors expected of an individual are inconsistent, s/he will experience stress arising from role 
conflict, become dissatisfied, and perform less effectively than if the expectations are compatible (Rizzo et 
al.,1970,151). Consequently, the body of research, conducted in different kind of organizational settings, indicates that 
high degrees of role ambiguity and role conflict are associated with undesirable consequences for both organization 
and members (Kahn et al., 1964; Rizzo et al., 1970; Mohr and Puck, 2007; Tubre and Collins, 2000). 
 
Reviewing the literature reveals that role stress and job performance have been studied intensively by 
organizational behaviour researchers in recent years. However, the current study adds an uninvestigated dimension, 
organizational impediments, to previous role stress and performance research as organizational climate factors relate 
to both role stress and performance. Therefore, this study goes in a different direction from this emerging body of 
research investigated the impact of supportive organizational climate factors. 
2. Literature Review And Hypotheses  
2.1. Perceived Organizational Impediments and Job Performance 
Organizational climate refers to employees’ shared perceptions of the types of behaviors and actions that are 
rewarded and supported by the organization’s policies, practices and procedures (Schneider 1990). It generally refers 
to how employees perceive their work environment, which influences their work-related attitudes and behaviors. Since 
empirical evidence revealed that organizational climate is positively related to some favorable individual work 
outcomes such as job performance, satisfaction, commitment, creativity and innovation (Pritchard & Karasick, 1973; 
Downey, Hellriegel and Slocum, 1975; Eisenberger, Fasolo and LaMastro, 1990; Abbey and Dickson, 1983; Amabile 
et al. 1996) it becomes important to understand what enhances the climate perceptions of employees to perform their 
duties excellently.  
 
Environmental and organizational variables exist in the work context can influence performance in two ways. First, 
the environment can hinder, interfere with, or set limits on employee behaviour which in turn affects adversely the 
relationship between capability and performance. Second, it can impact on performance through affective responses to 
the work context. For instance, supportive and friendly behaviours by supervisors mediated by by human resource 
policy and practices such as, recognition, promotions, fair pay and rewards may probably enhance motivation needed 
for task achievement and also expectations for definite consequences of designated behaviors (Olson & Borman, 1989, 
p.114).  
 
Organizational support should increase performance of standard job activities and actions favorable to the 
organization that facilatates taking additional responsibility. According to George and Brief (1992), such extrarole 
activities include aiding fellow employees, taking actions that protect the organization from risk, offering constructive 
suggestions, and gaining knowledge and skills that are beneficial to the organization (Rhoades & Robert Eisenberger, 
2002, p.702). Although there still an increasing interest in investigating supportive workplace and its positive effects, 
there is comperatively little evidence to suggest that perceptions of a nonsupportive climate may create negative 
organizational outcomes. Therefore, the purpose of this research is to further our understanding of the relationship 
between organizational climate and performance by examining the effects of organizational impediments in this 
relationship. Before moving on, we note that this study include mostly the studies of creativity and innovation 
assuming that performance would be stronger when the organizational context supports creativity and innovation as 
nowadays  organizations are characterized by rapid change, new technological advancements, and the expectation of 
continuous learning and adaptation by employees (Kozlowski & Hults, 1987). 
 
Work environments characterized by the exessive use of rigid rules checks, and controls may inhibit creativity and 
thus performance. For example, Kimberly (1981) found that rigid structures were detrimental for organizational 
innovation. Components of organizational control can include rigid operating procedures, surveillance of employees, 
and a strong emphasis on following rules. These characteristics should not be compatible with jobs that require high 
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levels of creativity since they constrain the way a job is done (Shalley, Blum, Gilson, 2000:216). On the other hand, 
leaders should not be controlling; they should not closely monitor employee behaviour, not make decisions without 
employee involvement, and generally not pressure employees to think, feel, or behave in certain ways. These 
controlling leaders’ behaviours shift an employee’s focus of attention away from his or her own ideas and toward 
external concerns. It is particularly important that leaders not thwart the creative potential by overly controlling, 
pressuring, or even monitoring. They may in fact enhance the workplace effectiveness through creativity by providing 
concern for employees’ opinions, needs, and skill development, (Cummings, Oldham, 1997: 28). 
 
Burke and Litwin (1992) suggest that when employees perceived that they had a greater involvement in workplace 
decision making and favourable management support then workplace effectiveness increased. Conversely, when 
expectations are more negative or unclear, employees may either reduce their effort or behave in a manner that they 
expect will be rewarded. They are less likely to attain high performance standards because the social context provides 
either negative or ambiguous cues that would inform employees about what they shouldn’t do or how they should 
(Walumbwa, Peterson, Avolio & Hartnell, 2010, p.944). Factors such as the closeness of supervision, rewards or 
punishments based upon performance, the presence of deadlines, the presence of competition among employees, the 
absence of consideration and support, etc., all may contribute to an employee's perception that his or her performance 
is being highly evaluated (Meclino, 1976, p.60).  
 
In sum, it seems logical to predict that the amount of hinder that individuals receive from their organization would 
directly lead to lower performance. Drawing from previous researches, organizational impediments as examined in 
this study can be defined as the overall amount of political struggle between the departments, rigid structures and 
operating procedures, a strong emphasis on following rules and hierarchy, overcritical supervisors, the presence of 
devastating competition among employees. Accordingly, we propose; 
 
H1: Perceived organizational impediments will be negatively related to job performance. 
 
2.2 Role Stress and Job Performance 
Since role stress has significant influences on both individuals and organizations, it has been one of the important 
subjects in the organizational behavior literature. Extant literature on role theory has focused on two primary role 
stressors including role conflict (RC) and role ambiguity. Role conflict and role ambiguity results from inconsistency 
of role expectations since role behaviors differs from  job tasks by including expectations not always defined in terms 
of specific job tasks (Tubre & Collins, 2000, p.156). According to the theory, role ambiguity develops when job 
responsibilities and existing tasks are not clearly defined (Leigh, Lucas, Woodman, 1988; p.42). It occurs when the 
employee is confused about what his or her job responsibilities are (Rizzo, House, and Lirtzman 1970). Sumrall and 
Sebastianelli (1999 stated that an individual with role ambiguity tends to feel being uncertainty about what actions to 
take to fulfill a role (Ussahawanitchakit, 2008, p.14). Researchers have concluded that organizations are likely to 
create role stress for individuals, when they fail to communicate well with their expectations to them (Velde and Class 
1996, Burke, Borucki and Hurley, 1992).   
 
Some others described role ambiguity as the gap between the information needed to properly perform a job and the 
information available (Burney, Widener, 2007, p.44). It occurs because of inadequate resources, poor communication 
with the executives, and nonsupportive supervision.  It results from nonexistent and unclear directives and policies, 
and uncertainty about authority, duties, and relations with others (Ussahawanitchakit, 2008, p.15). Role ambiguity 
becomes likely if an employee perceives that important job related information, methods for properly fulfilling job 
expectations, and other day to day events relating to performance is not distributed widely  (Babin & Boles,1996, 
p.60). Smith (1957), in an experimental study of group behavior, stated that members in groups or organizations that 
include ambiguous roles would spend time trying to define and understand the various roles, and thus, they would pay 
less attention to problem-solving, resulting in decreased performance (Burney, Widener, 2007, p.51). Thus, ambiguity 
should increase the probability that a person will be dissatisfied with his role, will experience anxiety, will distort 
reality, and will thus perform less effectively (Rizzo et al., 1970, 151).  
 
Role conflict refers to inconsistent job obligations, incompatibility in the requirements of the role or the degree to 
which work demands from two or more people are incompatible (Rizzo et al. 1970).  Pandey and Kumar (1997) state 
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that role conflict can be divided into three parts: First, individuals experience inter-role conflicts when the expectations 
associated with different roles which the individual plays are incompatible with one another. For example, the 
expectations associated with the individual’s role as manager (e.g. to work overtime) may conflict with the 
expectations engaged with the individual’s role as father or mother (e.g. leave work early). Second, intra-role conflicts 
are experienced if the different expectations associated with a single role conflict with one another. Third, individuals 
may also experience person-role conflicts if the expectations associated with one of the individual’s roles are 
incompatible with the person’s own needs, aspirations, and/or values: a manager, for instance, may be expected to 
bribe officials in order to acquire contracts which may conflict with his/her values (Mohr & Puck, 2006:26). Such 
confusion about job responsibilities leads to greater anxiety, tension, and, ultimately, low job satisfaction and 
performance (Rizzo et al., 1970). 
 
Cavanaugh, Boswell, Roehling, and Boudreau (2000) suggested that there are two different types of stressors 
including challenge stressors and hindrance stressors. The prior includes demands associated with learning and task 
accomplishment and the latter are associated with barriers to goal accomplishment, such as politics and role stressors 
(role ambiguity and role conflict) (Leung, Huang, Su and Lu, 2011, p.742). Similarly LePine et al. (2005) concluded 
that challenge stressors such as job/role demand and time urgency are conducive to performance because they are able 
to increase work motivation, whereas hindrance stressors such as role ambiguity and role conflict lower work 
motivation and hence suppress performance. Jackson and Schuler (1985), explained negative relationships between 
role ambiguity, role conflict and job performance by research that focuses on cognitive and motivational processes. 
Thus, from a cognitive perspective, both role ambiguity and role conflict should result in lower levels of performance 
since they represent a lack of information and information overload, respectively. From a motivational view, 
performance should be negatively related to both role ambiguity and role conflict since they tend to weaken effort-to-
performance and performance-to-reward expectancies (Tubre & Collins, 2000, p157). Consequently, it is apparent that 
role stress plays an important factor in explaining job efficiency and effectiveness. Accordingly, we propose;  
 
H2: Role ambiguity will be negatively related to job performance. 
H3: Role conflict will be negatively related to job performance. 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 1. Research Model 
 
Organizational 
Impediments 
Role Stress 
Job 
Performance 
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3. Methodology 
3.1. Research Goal 
The purpose of this paper is to evaluate the effects of role stress and organizational impediments on job 
performance. In order to empirically investigate the possible relations among the variables, data was collected via face 
to face interactions from 195 employees from four private sector organizations located in northwest of Turkey. 
3.2. Sample and Data Collection 
This research has been conducted on small and medium sized organizations (SMEs) selected from manufacturing 
industry located in Kocaeli which is one of the greatest industrial regions of Turkey. Of the 500 questionnaries were 
returned with a response rate of 39%. After deleting records with missing cases 195 completed questionnaires were 
remained and constituted the sample for this study. The 78% of the respondents is below 40 years of age and 24 % 
have worked at least ten years for their organizations. The % 90.1 is male and 81 % is married. 46 % of is high scool 
and 35 % is university graduates. 
3.3. Measures 
In this study all constructs were measured with already existing reliable scales. All items were measured on a five 
point Likert-type scale where 1= strongly diasagree and 5= strongly agree. Role stress is measured using eleven items- 
five for role ambiguity and six for role conflict- from Rizzo et al. (1970) role stress scale. Organizational impediments 
were measured by five items adapted from Amabile et al. (1996).  Job performance of employees was measured with 
four items adapted from Kirkman and Rosen (1999). Since the scales were used with a new sample all scale items 
were submitted to exploratory factor analysis separately. We used the Croanbach‘s Alpha to estimate reliability for 
scales. Mean scale scores were calculated for all measures. Then we analyzed the sample by correlation analysis and 
multiple regression models to examine the proposed relations in the research model.  
3.4. Data Analysis And Results 
The best fit data was obtained with a principal component analysis with a Varimax Rotataion. The exploratory 
factor analysis of role stress items displayed a two factor structure including role ambiguity (RAM) and role conflict 
(RCF). Organizational impediments (OI) scale and job performance (JP) scale questions are separately loaded into a 
single factor. The Alpha reliabilities of the factor were 0.93, 0.86, 0.81 and 0.82 respectively (Table 2). The 
exploratory factor analysis of role stress scale items displayed a two factor structure including role ambiguity (RAM) 
and role conflict (RCF. The Alpha reliabilities of the factor were 0.81, 0.75, 0.72, 0.80, 0.87, 0.75, 0.72, 0.79 and 0.82 
respectively (Table 2). The factor loading are seen Table I. 
 
Table 1.  Factor Loading of Scale Items 
 
Items 
Factor 1 
Role 
Conflict 
Factor 2 
Role 
ambiguity 
RCF1 
RCF2 
RCF3 
RCF4 
RCF5 
RCF6 
RAM1 
RAM2 
RAM3 
RAM4 
RAM5 
 
.740 
.858 
.782 
.800 
.832 
.818 
 
 
 
 
 
 
.435 
.508 
.823 
.868 
.856 
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We calculated means and standart deviations for each variable and correlation matrix of all variables. Means, 
Standard deviations, reliabilities and correlations among all scales used in the analyses are shown in Table 2. 
 
Table 2. Descriptive Statistic, correlations and alpha reliabilities of the mesuares 
 
 
Variables 
 Mean Std D. 1 2 3 4 
Organizational 
impediments 
1 2.82 1.09 0.81(a) .558** .510** .310** 
Role ambiquity 2 2.39 1.09  0.86(a) -.551** -.271** 
Role conflict 3 2.45 .90   0.93(a) -.235** 
Individual job 
performance 
4 4.25 .65    0.80(a) 
 *Correlation is significant at 0.05, ** Correlation is significant at 0.01, (a) Croanbach’s Alpha  
 
To examine the effects of organizational impediments and role stress, we developed three multiple regression 
models and we compared the relative effects dimensions of organizational impediments and role stress on job 
performance of employee. First model (see Model 1) examined the effects of organizational impediments on employee 
job performance. The results revealed that organizational impediments (β=-.230) have negative effect on employee job 
performance. In Model 2, the effects of role stress (role ambiguity and role conflict) on job performance were 
investigated and the results revealed that job performance is related to role conflict (β= -.224).  ). In the last model 
dimensions of role stress and organizational impediments were considered as independents and seen that role 
ambiguity is not statistically significant whereas role conflict and organizational impediments are negatively related to 
job performance. All models were found statistically significant (p < 0.001) 
  
Table 3: The Effects of Organizational impediments and Role Stres on Job Performance 
 
 
 
 
 
 
4. Conclusion and 
Implications 
In the challenge of highly competitive environment, individuals with high role stress tend to have low level of job 
satisfaction, commitment and performance.  Also, organizational impediments such as the overall amount of political 
struggle between the departments, rigid structures and operating procedures, a strong emphasis on following rules and 
hierarchy, overcritical supervisors, the presence of devastating competition among employees can impact job 
performance negatively. Therefore, this study implements two dimensions of role stress (role conflict and role 
ambiguity) and take into account perceptions of organizational impediments to clearly identify the factors that impact 
job performance. 
 
Coinciding with previous research, the results of this study lead to the conclusion that when employees experience 
role conflict, their performance suffers. However, Hypothesis 2 that predicts a negative relationship between role 
ambiguity and job performance is not supported. The literature review reveals that there are some studies which failed 
to find a significant association between role ambiguity and job performance (Kwok et al., 2011; Babin & Boles, 
1996). According to Babin & Boles role conflict is more related to intrinsic motivation and thus performance 
expectations may be more affected by personal intrinsic motivation rather than on perceptions of others' motivations. 
 
 
Independents 
Job Performance 
Model 1 
β             t 
Job Performance 
Model 2 
 
Job Performance 
Model 3 
β             t 
Organizational impediments  -.230  -3.28**  -.165  -1.72* 
Role ambiquity  -.094     -1.09      -.186  -1.94 
Role conflict   -.224     2.53**      -.088  -1.03* 
Model F 
Model R² 
10.78** 
.053 
9.07** 
.086 
6.36** 
0.91 
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Morover, feelings of conflict (being somewhat similar to anger) are more intense and visible than feelings of 
ambiguity (which is more like disgust) and thus, may be more likely to affect performance. Overall, the results of this 
study suggets that the role conflict felt on the job have remarkable effects on job performance. 
 
On the other hand, the majority of studies investigating the role stress and performance relationship have not 
included perceptions of organizational impediments. Impediments in workplace practices may weaken employees’ 
commitment to their organizations that was positively associated with employee performance (Siders et al., 2001; 
Hunter and Thatcher 2007). Accordingly, this study confirms that employees’ performance decreases in organizations 
where competition among employees are destructive, political struggle between the departments are high and rules are 
interpreted as imperatives rather than guidelines.  Conversely, when employees perceived they had a greater 
involvement in workplace decision making in a climate of information sharing and favourable management support 
then workplace effectiveness increased (Burke and Litwin; 1992). Further, the relatively strong and positive 
supervisory support practices influence feelings of personal wellfare directly which may result in increase employee 
productivity and efficiency.  
 
Several limitations should be noted although the present research provides some new insights to the relationships 
among organizational impediments, role stress and job performance. Firstly, to increase the generalizability of the 
result, data collected from a larger population and a comparative population is needed. Second, comparing results 
across studies suggests that both RC and RA are reduced with increasing perceptions of a supportive and concerned 
supervisory staff. However, in this study this relationship is not investigated because of the limiting conditions of 
survey. Third, the choice of variables could be criticized since there are several other variables that impact on the 
relationships studied here that is a common criticism of organizational research.   
 
On a closing note, it is strongly recommended that managers should pay more attention to create a supportive work 
environment since the individual perceptions that it is supported and rewarded owing to performance excellence are 
always viewed as a beneficial treatment. High level of perceived support also decreases the negative effect of role stres 
among employees and thus leads to higher levels of performance. Following this logic, we propose that high level of 
organizational impediments as a negative contextual factor may be able to increases negative responses from role 
stress that can increase turnover intentions which deserves attention in future research. 
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